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直在台灣的暢銷書排行榜維持前 10 名，在 2004 年，於汕頭大學出版社和台灣又再
重新增訂出版，其作者也曾在北京大學、清華大學、人民大學和中山大學以「青年
的四個大夢」為題做演講，場場爆滿，並得到青年們熱烈的回應。由此可見，兩岸






本論文的主要目的是以 Higgins & Kram (2001) 的發展網絡理論為依據，並整合 
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The first purpose of this research was to investigate how employees’ mentoring 
relationship relates to their personal learning and career development among Chinese 
from Mainland China and Taiwan. The second purpose was to compare the mentoring 
relationship, personal learning and career development between Taiwan and Mainland 
China‘s employees.  
 
Mentoring relationship includes employees’ perception of their mentoring experiences 
and typology of developmental relationship. Mentoring experiences includes counseling 
& sponsorship, role modeling, exposure & visibility and protection. The two dimensions 
of typology based on developmental network theory (Higgins & Kram, 2001) are (1) the 
diversity of individuals’ developmental networks and (2) the strength of the 
developmental relationships that make up these networks. Together, these yield the 
following four categories of developmental networks: (1) high developmental network 
diversity, high developmental relationship strength (which is called “entrepreneurial”); (2) 
high developmental network diversity, low developmental relationship strength (which is 
called “opportunistic”); (3) low developmental network diversity, high developmental 
relationship strength (which is called “traditional”); and (4) low developmental network 
diversity, low developmental relationship strength (which is called “receptive”). 
  
Personal learning includes personal skill development and job relational learning. Career 
development includes job promotion, job satisfaction and organizational commitment. 
Job promotion includes work satisfaction, life satisfaction, promotion satisfaction and 
overall job promotion satisfaction. Job satisfaction includes extrinsic satisfaction, 
intrinsic satisfaction and general satisfaction. Organizational commitment includes value 
commitment, effort commitment, retention commitment and overall commitment. 
 
This research includes 3 studies. Study 1 and study 2 investigated the influence of 
mentoring relationship on personal learning and career development, with employees 
from Taiwan and Mainland China respectively. Study 3 compared the mentoring 
relationship, personal learning and career development between Taiwan and Mainland 
China employees. Taiwan’s subjects include 313 employees and Mainland China’s 
subjects include 450 employees. Research instrument includes mentoring developmental 
network questionnaire, mentoring experiences questionnaire, personal skill development 














Minnesota Satisfaction Questionnaire (MSQ, short form) and Organizational 
Commitment Questionnaire (OCQ). 
 
The main findings are as follows, 
 
1. Mentoring experiences are positively related to personal learning and career 
development for both Taiwan and Mainland China employees. The more mentoring 
experiences that protégés had, the more personal learning and career development he 
or she obtained  
2. 「Role modeling」 is the most predictive variable toward personal learning and 
career development either in Taiwan or China employees. 「Exposure & visibility」 
is also predictive toward career development. It predicts more dependent variables in 
China than in Taiwan. 
3. 「Entrepreneurial」  employees perform the best among four typologies, both in 
Taiwan and in China. However, in China, 「 Traditional 」  employees’ scores  
significantly higher than 「 Opportunistic 」  and 「 Receptive 」  employees on 
personal learning and career development. 
4. Taiwan employees’ role modeling, exposure & visibility and protection of mentoring 
experiences and overall mentoring experiences are significantly higher than China 
employees. In job satisfaction, intrinsic satisfaction and organizational commitment, 
Taiwan employees are significantly higher than China employees. In mentor’s 
diversity, tie-strength with mentor and developmental network typology, there is no 
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